When implementing a new information system, the success has been infrequent even though implementing a new IS can bring about various benefits to organizations. Employee resistance has been identified as a critical reason for such failure of implementing and operating a new IS. The vital role of orgazniational support with employee personality traits (e.g., tolerance for ambiguity and openness to expeirence) to reduce employee resistance has been missing when explaining to the failure of impleneting a new IS.
Introduction
Since employee resistance has been reco- In addition, due to rareness of research in organizational support in the context of employee resistance in implementing a new IS, the gap still remains in understanding the mechanism of the relationship between organizational support and employee resistance. Specifically, even when considering the critical role of organizational support on employee resistance, the role of individual employee's personality traits such as tolerance for ambiguity and openness to experience has been barely recognized. Therefore, the current study addresses this void by developing an integrative research model that focuses on how organizational support affects employee resistance with employee personality traits.
Organizational Support
Resistance theory explains that when employee resist with a new IS implementation there may be three reasons for hesitating to adopt the new IS. First, each individual has different internal characteristics, which is explained by people-oriented theory [Gardner et al., 1993] . Some employee may be accepting the new system easily while others may be not. Second, system-oriented theory posits that employees may resist the introduction of a new IS probably due to external factors such as a new design of the system or technology or a new manual to operate it [Shneiderman, 1997] . Last, as a hybrid explanation interaction theory stresses that the combination between an employee and a new system attributes to the resistance to the introduction of a new IS. For example, an employee may think gain or loss before or after the system is implemented [Joshi, 1991; Kendall, 1997] . On the basis of this resistance theory, view their organization as a unit that they share a useful exchange [Rousseau, 1990] . At the same time, employees tend to put their effort to their organization, producing better work performance as a token of appreciation when they feel their organization is supportive for them. Such return can be perceived as a balance between exchanges for the two entities (e.g., the organization and the employee). If employees have higher POS, it can create an idea that the employee tend to remain in the organization for the organization's goals and values [Eisenberger et Note : Cronbach's α reliabilities for the sacles are shown in parentheses along the diagonal; ER employee resistance, OE openness to experience, TA tolerance for ambiguity; All correlations are significant at the p < .01 level.
Methods
A total of 187 employees from various industries participated to test our research hypotheses in this study. The sample was a convenient sample and it does not need to be a specific industry because resistance to change would happen in any industries. Employees from service related industries were the majority of our sample, which composed of more than 65%, 
Results
In order to test systematic differences among employees' responses from various industries, ANOVA was tested and the result of ANOVA showed no systematic differences. We then conducted factor analysis to examine the construct validity to see if the measures well define each construct [Hair et al., 1998 ]. The results showed that each factor was loaded as a separate factor.
Cronbach's α was used to examine how the scales were consistent. Each variable was over .89 (see <Table 1>), which indicates that all the reliability were acceptabble [Hair et al., 1998 ].
Exploratory factor analysis was conducted to examine properties of the constructs. The results of EFA indicated that each construct showed up as one factor.
The role of the organization was predicted to be important when it comes to changes. As shown in <Table 1>, POS is negatively and significantly related to employee resistance (ER) Eventually, we hope that this study would shed light on seeking constructive organizational support and environments that could positively be useful to deal with employee resistance to some degree in successful implementation of a new IS.
